I. Introduction and Background of the Study:
The amazing scope of Work-life balance has fascinated many researchers into this stream of research. The present paper is also on the theme of Work-life balance and focuses on the Work-Life Balance Practices offered in organisations. The IT industry has been a pioneer in bringing out innovative HR policies relating to Work-Life Balance for its employees. The practices have helped breathe easy for many of the employees and in particular, women employees, who have the major responsibility to juggle their personal and professional lives and are bound by their domestic responsibilities ( , pointed out that fully 40% of highly qualified women with spouses felt that their husbands create more work around the house than they perform. It brings out that women need to have more strategies in place to balance their work and life and organisations should bring out policies to support them.
Organisations also lend a helping hand in the form of Work-Life Balance Practices (WLBPs) to attract, retain their women employees and help them move upwards in their career. Earlier studies have brought out the advantage of having WLBPs in companies. Crompton and Le Feuvre (1992) report that during the 1980s new career break schemes were introduced to encourage women to retain their links with banking work and it is now one of the largest private sector providers of Child care in Britain. Comfort et al (2003) analysed the data collected from new Workplace and Employee Survey (WES) and showed that only 2 to 7% of workers analysed reported having child or elder care services available to them at the workplace. Also, women reported lower flexitime participation rate than men; 44% of men reported a flextime arrangement, as compared to only 36% of women. Van Daalen, Willemsen, Sanders (2006) show in their research that women tend to derive less benefit from social support from their supervisors/colleagues in comparison to their male counterparts.
These studies reveal that gender based studies on utilisation of WLBPs have been taken up by various researchers. This sets the background for this study, whether, any demographic profile, apart from Gender influences employees to make use of the Work-Life Balance Practices available in their organisations.
II. Review of Literature and Research Gap:
Any research begins with the understanding of the existing literature. Some of the literature studied in the present background are highlighted below.
In a study on Perceptions of nonwork-to-work spill over: Challenging the common view of conflictridden domain relationships, Kirchmeyer (1992) brought out that employees in the same organisation for a longer period of time, tend to make use of the WLBPs available in the company to take of their non-work commitments. Frone and Yardley (1996) suggested that the age of the youngest child of the employee influenced the use of policies like flexitime and compressed work week. Also, the number of dependants influenced the use of child care facilities.
Allen (2001)
suggested that though age differences do not impact the use of WLBPs, the choice of the practice differs with age. Older employees are found to use many dependant care policies like Childcare, Elder care, Paid Maternity leave and the like. The study also suggested that married employees are more likely to use these policies compared to unmarried employees.
DiNatale & Boraas (2002) 25 to 34 year old women are more likely than women of other ages to opt for flexibility in their jobs. This is possibly attributed to the responsibilities associated with dependant care in this age group as women need time for the young ones at home. Though Child care facilities are available, women still depend on friends and family rather than paid-help to take care of their kids. This is studied in a research by Susan Halford, Mike Savage and Anne Witz (1997) in Banking, Local Government and Nursing Sectors. In a study of employees in a Government Department in New Zealand, on the factors affecting the employee use of Work-Life Balance Intiatives, using Correlation and Multiple Regression, it was identified that the age was not significant in the usage of WLBPs. The other demographic factors like Number of dependants and Marital status were also not found to be influencing the use of WLBPs. Whereas, tenure of the employee in an organisation had an influence on the usage of the initiatives 
III. Objectives:
The Primary objective of the study is to identify the impact of demographic factors in the take-up of Work-Life Balance Practices.
IV. Operational Definitions:
1.The Demographic Factors mentioned in the article refers to the Age, Level of Management, Experience, Experience in Present Organisation, Education, Type of Family, Number of Dependants, Annual Income and Marital Status. 2. The Work-Life Balance Practices are also termed as Work-Life Balance Initiatives, Work-Life Balance Programs and Family-Friendly Policies in the study based on the literature studied. 3. Take-up refers to the availing or utilisation or usage of WLBPs in an organisation.
V. Methodology:
To meet the objective of the study, a questionnaire was constructed bringing out the popular WLBPs based on availability of such practices in Indian companies as brought out by Boston College Executive Briefing Series (by Ujvala Rajadhyaksha, 2009) and NHRD Journal article (by V Chandra and CS Venkata Ratnam, 2009). The study is limited to women working in top IT companies (based on Dataquest survey 2010) in Chennai. The questionnaire was mailed to women employees in IT companies in Chennai and online forms (Google Forms) was also used for data collection. The study is descriptive in nature and by using convenience sampling, 273 samples were collected. The data collected was analysed using SPSS v.20 for Factor Analysis and Multiple Regression.
VI. Reliability Test:
The reliability of the questionnaire was checked through Cronbach Alpha value in SPSS 20, which showed a value of 81.4% making the questionnaire reliable to conduct the study.
VII. Analysis and Discussion: 1. Demographic Profile:
The frequency table shows that 46.5 % of women belong to Middle level Management and majority of the respondents are in the age group of 26 -35 years (45.1%). Only 7% of the respondents are with above 15 years experience and majority are with 3 to 5 years experience. 52% of the respondents were with less than 3 years experience in the same company. More than half of the respondents (52.4%) were Postgraduates working in IT companies. 71.1% of the women employees surveyed, were leading a Nuclear family. Also, 29.3% of employees have 1 to 2 dependants to support. 33.7% of the respondents had an annual income of 3 to 5 lakhs and 51.6% of the respondents were married.
This provides an overview of the varied type of respondents' profile who took up the study. The next analysis focuses on reduction of variables used for the study using Factor Analysis.
Formation of Factors:
The researcher has used Factor Analysis to understand the variables falling into groups so that variables with common characteristics can be studied together by further analyses. W1 to W11 refers to statement numbers in the questionnaire
The variables above primarily indicate the practices relating to time flexibility in the work schedule. Since, majority of the policies relate to flexibility, this factor is termed as "Flexible Work Practices." The second Factor from the table (Table 3) W1 to W11 refers to statement numbers in the questionnaire
The above variables primarily relate career development of an employee through training, mentoring, women-supportive practices like welcoming after Maternity break and Sabbaticals and support against sexual harassment of an employee. These practices would help employee move up the career ladder. Hence, these practices are named as "Career Development Practices." By using Exploratory Factor Analysis, formation of two factors -Flexible Work Practices and Career Development Practices have been arrived at. In the next section, the researcher identifies whether the demographic factors influence the usage of these practices in an organisation. For this, Multiple Regression is applied.
Impact of Demographic Factors on Take-up of WLBPs:
From the above section, the take-up of WLBPs have been formed in to two groups, namely, Flexible Work Practices and Career Development Practices. The impact of demographic factors on each of these is tested below using Multiple Regression. It is also found that Annual Income (t= -3.404, p=.001) is statistically significant at 5% level. This shows that annual income of an employee has an impact in the take-up of flexitime practices provided in the organisation. Since, t value is negative, we can conclude that the women employees perceive a negative impact in usage of WLBPs related to flexible timings based on the income of the employee. This could be because of differing priorities of women employees at different income level, as for example, a survey by MMA among working women in Chennai shows that the higher income group (10+ lakhs per annum) dedicate time for professional reading, certifications and getting trained and also attend as many professional events as possible (Sivagami and Nithya, 2010).
Ho(a): The demographic factors does not impact the usage of Flexible Work Practices(FWP).
Hence, we can reject the null hypothesis Ho (a) and state that demographic factors of Level of Management and Annual Income impact the usage of Flexible Work Practices. From the above table (Table 7) it is found that R square value is .174 and Durbin-Watson statistics 1.628 indicates that the demographic factors bring out 17.4% variations in the Career Development Practices in companies.
Ho(b): The demographic factors does not impact the usage of Career Development Practices(CDP).
The Significance and Goodness of Fit of Regression is verified from the ANOVA table (Table 8 ). It is found that F=6.136, p=.000 are statistically significant at 5% level. This concludes that the independant variables of demographic factors are more appropriate in creating influence over the Career Development Practices in organisations.
Therefore, at this point, it is important to sharply estimate the individual influence of the demographic factors on Flexible Work Practices. Doherty 2004) . Since, t value is negative for level of management, it can be pointed out that, women employees in the study perceive a negative impact of level of management in take-up of Career Development Practices.
Also, age of the employee brings out difference in the take-up of Career Development Practices. The Number of dependents for an employee is also significant. The study in Newzeland Government department brought out that there is no impact of the number of dependants on usage of WLBPs (Smith J and Gardner D, 2007). But, in this study, it is clearly evident that number of dependents influence the usage of WLBPs with respect to Career Development Practices like attending training programs, professional networking and meetings and making use of Mentoring programs.
Therefore, we can conclude the regression analysis by rejecting the null hypothesis Ho(b) and accepting that certain demographic factors like Level of Management, Age and Number of Dependents influence the use of WLBPs related to Career Development Practices.
VIII. Findings and Suggestions:
The analysis and discussions have highlighted the following findings in the study -(a) The customary demographic study showed that 46.5 % of women belong to Middle level Management, 71.1% of the women employees surveyed, were leading a Nuclear family. Also, 29.3% of employees have 1 to 2 dependants to support. 33.7% of the respondents had an annual income of 3 to 5 lakhs and 51.6% of the respondents were married. , it is suggested that the type of policies used by differing income group be offered accordingly to benefit the employees. (d) The accessibility of the Work-Life Balance policies to all the employees is essential as there is difference in usage of policies at different levels of management. Since Level of Management is an influential factor, organisations can create conducive atmosphere for the WLBPs to be available to all. (e) As evident from the study, level of management influences both Career Development Practices (CDPs) and Flexible Work Practices (FWPs). So, it is necessary that the CDPs and FWPs are designed to suit the needs to employees at different levels in the organisation.
IX. Limitations and Directions for Further Research:
The limitations of the study are that the study focuses on top companies in Chennai in IT sector and for women employees working in those companies. The future studies can be extended to other companies in the same industry to facilitate comparison the usage of practices in top companies vis-a-vis other companies in the same sector.
X. Conclusion:
Work-Life Balance Practices are of value to all with more importance to women, give their dual responsibility at work and home. A recent Chennai roundtable brought out that Flexi working should be made available in all organisations as a compulsory policy, to facilitate women employees take care of their personal responsibility and also, enhance their professional life. The policies such as these, if made mandatory would benefit the employees at large and help in the retention of women employees. Many IT companies have pioneered innovative policies with the recent being Accenture's Leave pooling policy. The other companies should work out on the model feasible for them and drive their company towards engaged workforce, which, in turn would create a successful organisation.
XI. Abbreviations Used:
1. WLBPs -Work-Life Balance Practices 2. CDP -Career Development Practices 3. FWP -Flexible Work Practices
